Reward System and its Effect on Employees Work Motivation in One and Two Star Rated Hotels in Amhara Region, Ethiopia by Kassahun, Belachew
Journal of Tourism, Hospitality and Sports                                                                                                                                       www.iiste.org 
ISSN (Paper) 2312-5187   ISSN (Online) 2312-5179     An International Peer-reviewed Journal DOI: 10.7176/JTHS 
Vol.40, 2019 
 
30 
Reward System and its Effect on Employees Work Motivation in 
One and Two Star Rated Hotels in Amhara Region, Ethiopia 
 
Belachew Kassahun 
Department of Tourism and Hotel Management, College of Business and Economics, Bahir Dar University, 
Ethiopia 
Abstract 
Star rated hotels are business organizations supported by human resources to deliver the qualified service and 
realize the dreamed objectives. To provide quality service, understanding motivation is required. Star rated 
hotels need to rethink their reward strategies to better align them with the new realities in order to improve their 
employees motivation and retention. This study examined reward system and its effect on employees work 
motivation particularly employees of one and two star rated hotels. It aimed to investigate whether rewards have 
an impact on hotel employees work motivation. The finding of the study indicated that there is a positive and 
significance relationship between reward systems with employee work motivation. Promotion, recognition, 
benefit, work content, and work condition have a significant effect on employees work motivation but payment 
has insignificant effect on employees work motivation.  
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1. INTRODUCTION  
Amhara region is found in historic route and one of the leading tourist destinations in Ethiopia, with a variety of 
attractions in the nearby Gonder castle, Lalibela rock hewn churches, Lake Tana and Blue Nile River. It is also 
considered one of the most beautiful and safest regions. But, the country has not been benefited from the tourism 
sector even if the country has much tourist attractions which are registered by UNWTO as compare to its 
counterparts in sub-sharan countries. This is observed by the direct contribution to nations GDP which was ETB 
30, 476.2mn (World Travel & Tourism Council: Economic Impact of Ethiopia, 2015).  Though, the countries 
placed a head of Ethiopia have not much attractions which are registered by WNWTO. This directly replicate on 
the region of Amhara. The development of the tourism sector is accompanied by different sectors. Hence, hotel 
is the one which facilitates the tourism development.  
Hotel is largely dependent on its man power to care customers largly (Datta & Singh, 2017; Kusluvan, 
2003;Tajeddini & Trueman, 2012). The successfulness of organization is, therefore, determined partly by the 
customer satisfaction. Excellent service quality is vital to business profitability and survival (Newman & 
Cowling 1996). According to Bratton and Gold (2007), effective and well designed reward system can attract, 
retain and motivate employees thus achieving the strategic objective of the organization.  Armstrong (1999) also 
stated that a well designed and functional reward system is an efficient way to increase employee work 
motivation and vice versa.  
Reward is directly proportion to employee work motivation (Kalim U., Syed U. & Muahmmad I. 2010). For 
instance, better the rewards can produce the higher the levels of motivation and greater levels of employee 
performance at work. Nyandema et al (2014) found that the medical aid as benefits are the most important 
component of extrinsic benefit affecting employee motivation, but that employee’s level of education 
qualification, period of working in the organization and delivery of targets affect the benefits given to 
employees. The study concluded that promotion and growth in the organization opportunity is the most 
important component of career development affecting employee motivation and that career development and 
coaching facilitate the exploration of needs of the employees. This shows that both intrinsic and extrinsic reward 
play important role in motivating in organization. 
The motivation, which is the result of employees encouragement by cash or other things such as bonuses (e.g. 
car loan and payment increase), will lead to employees productivity and better performance. Therefore, it is 
important to recognize which rewarding strategies lead to higher employees’ productivity and to enhance their 
performance. Considering the result of this study, it can be determined that different motivating elements like 
promotion and bonuses, and suitable payment compensation have significant connection with higher 
performance (Oyebanju, 2009). 
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In Ethiopia, the contribution of star rated hotels for the country is developing in various aspects. This is mainly 
observed by the direct contribution of Travel & Tourism to country’s GDP in 2015 was ETB30, 476.2mn (2.2% 
of GDP) and this is forecast to rise by 8.9% to ETB33, 181.3mn in 2016 (World Travel & Tourism Council: 
Economic Impact of Ethiopia, 2016). Though, the direct contribution of hotels was not known to country’s GDP 
since it part of the travel and tourism. Behind these contributions the roles of employees as a service providers  
appear at first place even if the contribution was not attractive Therefore, this paper aims to analyze the reward 
system and its effect on employees work motivation by prospective of the employees of star rated hotels in 
Amhara regional state, Ethiopia 
2. LITERATURE REVIEW  
Human resource is one of the most important resources for organizations survival (Enz, 2012; and Horng et al., 
2013). This asset is considered to be the most important asset of any organization. In today’s competitive 
business environment, the success and failure of any organization depends on its human resource and in order to 
get the efficient and effective result from human resource motivation is necessary (Zaman , 2011). This depicts 
that employees of hotels are a key resource to organization’s success. According to Dessler (2003), without 
increased motivation and morale of the employees the organization risks losing valuable employees and will be 
at a disadvantage in attracting potential top talents. This to be happen, effective reward system can play a great 
role. 
Reward can serve the purpose of attracting prospective job applicants, retaining valuable employees, motivating 
employees, as well as assist in achieving human resource objectives and obtaining competitive advantage 
(Bratton & Gold, 2007). This shows that it is mostly important in competitive hotel climate where hotels are 
fighting for good quality employees in order to improve the quality of teaching and gaining excellent reputation. 
Total reward system describes a reward strategy that brings components such as learning and development 
together with aspects of the work environment, into the benefits package. In the total reward system both 
tangible and intangible rewards are considered valuable.  
Tangible rewards arise from transactions between the employer and employee and include pay, personal bonuses 
and other benefits. Intangible rewards have to do with learning, development and work experience. Examples of 
these types of rewards are opportunity to develop, recognition from the employer and colleagues, personal 
achievement and social life (Armstrong & Brown, 2006, p.22).  
This implies that a reward system is strategy that aims to provide both tangible and intangible benefits to 
employees which contains monetary benefits and others such as recognition, advancement, experience and 
personal growth. Therefore organizations including higher institutions must carefully set the reward system to 
evaluate the employee’s performance at all levels and then rewarding them from the tangible pay or intangible 
satisfaction.  
Rewarding is essential as an incentive and an unbreakable motivator to realize the organizational performance. 
In addition, today, it has been adopted by different organizations in both public and private sections. In 
downsizing, for instance, doing more with reward is very important to elevate self-esteem and to establish 
kindness between managers and their employees (Bowen, 2000). 
According to Page (2008), rewards can be defined as something that increases the frequency of an employee 
action which leads to improved performance. He noted that rewards can be very important to employees as it 
helps to build their confidence and satisfaction in the workplace and reminds them that the extra efforts they put 
into their work are noticed. 
Ballentine (2003) stated that the purpose of rewarding employees is to recognize excellent job performance, 
provide feedback, make it easier to get work done, to motivate and encourage employees to be more productive 
and help management achieve their goal.  Carraher.et al (2006) also argues that there an effective reward system 
can retain the high performers in the organization and reward is related to their productivity. 
Motivation is another very important term that needs a great attention in an organization. Because motivation can 
leads to the success of an organization by enhancing the performance of employees through energizing and 
directing their effort towards some specific goals. It also helps organizations to achieve the desired results by 
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increasing the performance and commitment of employees. This is also true for reward system that has a great 
contribution for the betterment of organizations through motivating, attracting and retaining qualified work force 
(Mahender, P. & shabnam, S. 2015). These show that both reward system and motivation are very essential for 
any organizations. Different scholars define motivation in different ways.  
Motivation is an accumulation of different processes that influence and direct behavior of employees to achieve 
some specific goal (Baron R, A. 1983). Employee motivation is an integral part in a company’s development and 
success. To  exploit the overall performance of the company it is imperative for an employer to understand what 
motivates the employees and how to increase their job satisfaction (Armstrong, 1999). The relevance of 
motivation is also very crucial to the long-term growth of any educational system around the world. It goes along 
with professional knowledge and skills, centre competencies, educational resources and strategies as the proper 
determinants of educational success and performance.   
Though some studies of rewards and employees motivation have been conducted but it has been evident that 
work motivation from one context to another, so it cannot be generalized and the study of its influence on a 
different settings will always remain a unique one (Jones & James, 1979;Milton, 1981). For instance, studies 
concluded that a direct and positive link exists between rewards and employees motivation. It is supported by 
that reward is directly related to employees’ motivation (Farooq et al, 2010). In this regard, when there is a 
change in the rewarding offer, the work motivation of employees will change too. And while the rewarding ways 
get improved, the employees’ motivation will also get better. Shafiq and Naseem (2011) stated that rewards and 
employee motivation have positive and significant relationship. There is a significant relationship between 
recognition and work motivation and satisfaction (Danish & Usman, 2010). This means motivated staff will have 
higher work motivation and provide higher care to their customers.  
According to Tippet and Kluvers (2009), there is a significant positive relationship between intrinsic rewards and 
employee motivation. There is a positive relationship between extrinsic rewards and employee motivation 
(Hafiza, Shah, Jamsheed & Zaman, 2011). 
On the other hand, however, productivity at work decreases as a result of the absence of the suitable incentives 
(Palmer, 2012). Nadia Sajjad H. et al (2011), revealed on his study, there is a significant and positive relationship 
between financial rewards and employee motivation. But he had observed that organizations are not offering 
right amount of financial rewards to their employees. Therefore, it can be concluded that success is not possible 
without reward systems which are best aligned with the structure and goals of the organization.  
Motivation is a milestone in the successes of an organization, but it puts a heavy task for top management. 
Because, people have different needs, set different goals to satisfy needs and undertake various actions for 
attainment of the goals. According to Lewis, Goodman and Fandt (1995), an organization’s liveliness, whether 
public or private, comes from the motivation of its employees, although their abilities play just as crucial a role 
in determining their work performance as their motivation. 
Motivation, in the context of work, is a psychological process that results from the interaction between an 
employee and the work environment and it is characterized by a certain level of willingness. The employees are 
willing to increase their work effort in order to obtain a specific need or desire that they hold (Beardwell & 
Claydon, 2007). 
Employee motivation is one of the most essential parts in a company’s development and success. In order to 
maximize the overall performance of the company it is vital for an employer to understand what motivates the 
employees and how to increase their job satisfaction. It might however be challenging for a company to find out 
what motivates its employees, especially because different people are motivated by different things (Armstrong, 
1999). 
The issue of between reward system and employee motivation has been well documented in many literatures. 
For instance, Gerhart and Milkovich (1992), Colin Pitts (1995), Armstrong &Murlis (1998), Ballentine (2003), 
Armstrong and Brown (2006) and Bratton and Gold (2007) concluded that reward system has a significant effect 
on employee motivation. According to them effective reward system can enhance the motivation of employees. 
This means organizations with effective reward system can motivate their employees to increase organizational 
effectiveness.  
From the intensive revision of the literatures the following hypotheses were developed. 
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H1: Reward systems (Payment, Promotion, Recognition, Benefits, Work content, and work condition) are 
correlated positively and significantly with work motivation. 
H2: Payment has a significant effect on employees’ work motivation. 
H3: Promotion has a significant effect on employees’ work motivation. 
H4: Recognition has a significant effect on employees’ work motivation. 
H5: Benefits has a significant effect on employees’ work motivation.  
H6: Work content has a significant effect on employees’ work motivation. 
H7: Working condition has a significant effect on employees’ work motivation. 
3. RESEARCH METHODOLOGY 
3.1. Research Approach and Design  
The quantitative research approach is used to examine the Reward system and its effect on employees work 
motivation in one and two Star rated hotels in Amhara region, Ethiopia 
The research design was descriptive in nature. Descriptive research allows the explanation of phenomena as they 
naturally transpire and without intervention from the researcher. In addition to being descriptive, the study is also 
co-relational in design because there is an intention to establish the relationship between independent variables 
and the dependent variable of employees work motivation. Correlation research aims to discover if there are 
significant associations between the two variables. 
3.2. Data type and Sources  
To examine the effect of success factors the hotel occupancy, the researcher used both primary and secondary 
data to effectively achieve the objectives of the study. The primary data are gathered from respondents; 
employees about the subject using questionnaire. The researcher gathered secondary data which has relationship 
with the subject, from books, journals, and online references to understand the issue clearly and be able to build 
a comprehensive background of the study.  
3.3. Population and Sampling 
3.3.1. Population 
The study consists of employees of one and two star rated hotels in Amhara Regional State. Permanent 
employees of one and two star rated hotels in regional state constituted the population for the study.  
Grading of hotels in Ethiopia is a recent activity.  As of other regions, 7 hotels in Amhara region are graded as 
one and two star in 2015. Therefore,  the researcher considered  7 star rated hotels operating in the region—Bahir 
Dar, Gondar, Lalibela, Kombolicha, Debre Markos, Bure, and Finoteselam.  
Table A: List of star rated hotels in different cities. 
 
  
                       
                
Source: Minister of Culture and Tourism  
 
SN Name of the Hotel City  Star 
1 Mountain view Hotel Lalibela 2 
2 Papyrus Hotel Bahr Dar 2 
3 Quara Hotel Gondar 2 
4 Sunnyside Hotel Kombolcha 1 
5 Gozamen Hotel  Debre Markos  1 
6 Tinsae Hotel Bure 1 
7 Damot Hotel Finote Selam 1 
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3.3.2. Sample size  
As the information obtained from the targeted star rated hotels’ respective human managers, during the  months 
(Late march  through early September) of data collection period, the hotel employ only 40-60 employees as 
permanent employees since the business is more less affected by low season (during which hotel  guests are very 
low  in number and variety, and hence the business). Whereas, during peak period of business the hotels have 
been hiring a casual employees since the hotel customers are relatively in number and variety. The researcher 
targeted the permanent employees. A simple size based on such fact means roughly about 280-420 guests will 
visit each hotel in the two months in total.  
The researcher used (Yamane, 1967, p. 886) for sample size determination because it is one of the best methods 
in determining the sample size using the minimum number of the population.  By using this formula, the study 
assumed the sampling error of 5% and 95% confidence level, a sample of 165 permanent employees were 
stratified and selected out of each star rated hotels.  
 
Where, n is sample size, N is the population size and e is the level of precision. A 95% Confidence level and e = 
0.05, is assumed for the purpose of determining sample size for this Study. Accordingly, the sample size for the 
study was calculated as follows. 
 
3.3.3. Sampling technique 
The sampling technique that is used for the study was random sampling techniques. The researcher first applied 
stratified sampling technique in order to give equal proportion for employees that that has been working as 
permanent in each star rated hotels. Therefore, the researcher divided the total population in to two strata and 
applied random sampling technique to select respondents from the each strata. At this time, the formula   n0 = n x 
p0/N was used to select respondents from the strata. Where: no= number of respondents selected from the strata, 
n= sample size. Po= number of population in the strata and N= the total number of population. The population of 
the strata’s’ and the selected sample size from each stratum is as follows.  
Table 3.1: selected sample by strata 
Star Rated Hotels No. of Hotels 
(N) 
Proportion (%) Sample size chosen 
1st star hotels 4 57 94 
2nd star hotels 3 43 71 
Total 20 100 165 
Table B: Sample distribution for research 
3.4. Data collection tools 
The study will use a questionnaire to examine the reward system and its effect on employees work motivation in 
one and two Star rated hotels in Amhara region. The questionnaire had two parts. The first part included 
information about biographical data of the respondents like age, sex, nationality and purpose of. The second part 
included questions directly related with the objective of the study. The later used to gather data about the 
independent variables and its relation with the dependent variable of employees work motivation. The 
questionnaire consisted close ended questions. Therefore, in this research, 165 questionnaires were distributed to 
the permanent employees by the researcher and data collectors at each star rated hotel.  
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3.5. Data processing and analysis 
Both descriptive and inferential statistics were used to analyze the collected data. Descriptive statistics such as 
percentage, mean, and standard deviation used to analyze the existing situation reward system and its effect on 
employees work motivation in one and two Star rated hotels in Amhara region. It was used to summarize the 
demographic characteristics of the respondent and to know the level each reward systems on employees work 
motivation. Inferential statistics was used to analyze the relationship between independent variables and 
dependent variable. Analysis of data gathered from respondents with the questionnaire was carried out through 
the Statistical Package for the Social Sciences (SPSS). 
4. DATA PRESENTATION, ANALYSIS AND INTERPRETATION 
In this study of reward systems and employees work motivation in one and two star rated hotels is discussed in 
detail. 165 self-administered questionnaires were distributed to the respondents and 116 of them were collected 
with a return rate of 70.3%. It is therefore these 116 questionnaires assumed to be sufficient to be summarized, 
analyzed and discussed to present respondents’ profile, to see how the dependent variable is related to the 
independent variables.  
Table 4.1: Participant’s demographic characteristics for permanent employees of one and two star rated 
hotels 
                     All Respondents   Frequency Percent 
 
Sex 
Male 62 53.4 
Female 54 46.6 
 
 
Age  
20-25 61 52.6 
26-35 39 33.6 
36-40 12 10.3 
Above 40 4 3.5 
 
Educational Level 
10 and 12 grade complete and above  28 24.1 
Diploma( including TVET level) 71 61.2 
BED/BA/BSC(B- level) 17 14.7 
 
 
Work Experience 
1 year or less 10 8.6 
2 to 4 years 44 37.9 
5 to 7 years 31 26.7 
8 to 10 years 19 16.4 
More than 10 years 12 10.3 
Table 4.1 above shows that the 116 respondents 53.4% of the sample respondents are male and 46.6% of the 
sample respondents are female. It also depicts the age distribution of the respondents, across the 4 age groups. 
52.6% of the respondents are within the age of 20-25, 33.6% fall within the age of 26-35. The rest 10.3% are 
within the age of 36-40 and 3.5% are older than 40 years old.  In terms of their educational level, the table also 
shows that 24.1%, 61.2% and 14.7% of the respondents have diploma (including TVET level), BA/BED degree 
and master degree respectively. As most of the employees work experience is more than 2 years. But 8.6% do 
not have more than 1 year work experience. 
4.2. Descriptive statistics of reward and employees work motivation  
Descriptive statistic in the form of arithmetic mean and standard deviation were computed for the variables that 
have been assessed through the questionnaire from permanent employees of one and two star rated hotels. 
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 N Grand Mean Std. Deviation Rank 
Payment 116 2.9612 .72951 3rd 
Promotion 116 2.4310 .91685 6th 
Recognition 116 2.8190 .66315 4th 
Benefit 116 2.5718 .87012 5th 
Work content 116 3.6304 .72987 2nd 
Work condition 116 3.6897 1.03441 1st 
Employee work motivation 116 2.3707 .57740  
* Where high variables correspond to high motivation  
Source: own survey, 2016 
As it is indicated in table above, the mean for payment, promotion, recognition, benefit, work content, and work 
condition ranges from 2.4310to3.6897. The mean values of payment (2.9612), promotion (2.4310), recognition 
(2.8190) benefit (2.5718), work content (3.6304), and work condition (3.6897). Work condition (3.6897) and 
work condition (3.6304) are the highest where as promotion (2.4310) is the lowest. Therefore, permanent 
employees in the current sample from one and two star rated hotels are most likely motivated by work content 
and work condition. But they are least motivated by promotion in one and two star rated hotels. 
4.3. Inferential Statistics 
In this section the results of the inferential statistical techniques used in the study are presented. Pearson Product 
Moment Correlation Coefficient was calculated to see the relationship between the independents and dependent 
variables, and multiple regressions were applied to see that which among the independent variables is most 
important. 
4.3.1. Correlation   
The Pearson’s Product Moment Correlation Coefficient was computed for the purposes of determining the 
relationship between rewards and employees work motivation. 
                  Work Motivation 
Variable   Pearson correlation   Significance (2-tailed) 
Payment 0.754** .000 
Promotion 0.587** .000 
Recognition 0.616** .000 
Benefits 0. 802** .000 
Work content 0.613** .000 
Work conditions 0. 292** .001 
 
**Correlation is significant at the 0.01 level (2-tailed) 
Source: own survey, 2016 
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Reward systems are correlated positively and significantly with work motivation and hypothesis H1 was 
accepted. As indicated in the table above reward systems is significantly related to payment, promotion, 
recognition, benefits, and work content and work conditions of rewards. 
The results indicated the r value ranges from 0.292 to 0.802 to explore the relationship between the rewards and 
employees work motivation, that all the coefficients were positive. The results further depicted in correlation, 
there were a statistical a significance relationship between the rewards and employees work motivation because 
all the variables (rewards) p- value 0.001 is less than 0.05. Therefore the hypothesis is accepted. 
4.3.2 Multiple regression analysis  
On the basis of the results obtained indicating a direct positive relationship between rewards and work 
motivation, all the dimensions of the instrument were assessed using multiple regression analysis to ascertain the 
extent to which they explain the variance in work motivation. And also regression analysis is applied to examine 
the effect of reward system on employees work motivation. 
Multiple Regression      
R squared (R2  )  .878     
Adjusted R2 .871     
Standard error 1.03594 F= 130.693 Sig. F= .000   
Variables Unstandardized coefficient Standardized 
coefficient 
T Sig. 
 B Standard error   Beta   
(Constant) -1.289 .556  -2.318 .022 
Payment .105 .075 .106 1.400 .164 
Promotion -.292 .067 -.278 -4.336 .000 
Recognition .136 .061 .125 2.249 .027 
Benefits .801 .076 .725 10.485 .000 
Work content .299 .036 .604 8.309 .000 
Work condition -.213 .067 -.229 -3.190 .002 
Source: own survey, 2016 
The Beta (β) value in the above table indicates the extent of effect of independent variables on the dependent 
variable (work motivation). Accordingly, benefit reward has a significant effect on employees’ motivation and it 
is followed by work content, promotion, work condition, and recognition rewards. On the other hand, payment 
has an insignificance effect on employees work motivation. 
Table also  above  displays  the  estimates  of  the  multiple  regression  of  impact of rewards  against  its  
variables  for the sample of 116 respondents. The un standardized coefficients B column gives  the coefficients 
of the  independent  variables  in  the  regression  equation  including  all  the  predictor  variables  as indicated 
below. 
Work motivation (Y) = -1.289 -.292 (Promotion) +.136(Recognition) +.801(Benefits) +.299(Work content) -
.213 (Work conditions) 
The results also shown the percentage of the variation in work motivation can be explained by the variables 
entered in the equation (R - squared = 87.8%; R- squared (adjusted) = 87.1%). In overall, the results revealed 
that all independent variables accounted for about 87.8%of the variance in employee work motivation. Thus, 
about 87.8%of the variation in employee work motivation can be explained by the variables and other 
unexplored variables may explain the variation in employee motivation which accounts for about 12.2%. 
Hypotheses of the study from 2 through 7 were tested and the result has been presented based on the Pearson’s 
Product Moment Correlation Coefficient and multiple linear regression (standardized coefficient of beta and p-
value) results. The researcher has proved their relationship and statistical significance and decided on accepting 
and rejecting the already developed hypothesis. Therefore, the hypotheses of the study were tested and the result 
has been presented as follows: 
H2: Payment has a significant effect on employees’ work motivation. 
Table 4.8 above indicated that, payment has a beta value of .106  indicated it has positive and insignificance 
effect on employees work motivation in one and two star rated hotels with  its p-value of 0.164.  So the payment 
has insignificance effect employees work motivation in one and two star rated hotels and alternative hypothesis 
is rejected. 
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H3: Promotion has a significant effect on employees’ work motivation. 
As explained in the table 4.8 above the beta coefficient of Promotion is 0.278 and its p-value is 0.000. The result 
indicates that promotion has a significance influence on employees work motivation. Since its p- value is 
significance and below 0.05, promotion has a significance effect on employees’ work motivation in one and two 
star rated hotels. 
H4: Recognition has a significant effect on employees’ work motivation. 
Based on the table 4.8  above  recognition has a beta value of 0.125 this indicate that it has a significance effect 
on employees’ work motivation and the p- value 0.027 is less than 0.05 so the alternative hypothesis is accepted. 
H5: Benefit has a significant effect on employees’ work motivation. 
As indicated in the table 4.8 above a benefit has a beta value of 0.725 this indicate that it has a significance effect 
on employees’ work motivation in the college and the p- value .000so the alternative hypothesis is accepted. 
H6: Work content has a significant effect on employees’ work motivation. 
As explained in the table 4.8 above the beta coefficient of work content is 0.604 and its p-value is 0.000. The 
result indicates that work content has a significance effect on employees work motivation in one and two star 
rated hotels. Accordingly, the hypothesis is accepted. 
H7: Working condition has a significant effect on employees’ work motivation. 
As explained in the table 4.8 above the beta coefficient of work condition is 0.229 and its p-value is 0.002. The 
result indicates that work condition has a significance effect on employees work motivation in one and two star 
rated hotels. Since its p- value is significance and below 0.05, work condition has a significance effect on 
employees’ work motivation in one and two star rated hotels and accordingly the hypothesis is accepted. 
5. CONCLUSION 
Employee motivation is a very crucial issue that affects every business organizations in today’s competitive 
environment.  To provide an excellent service for their customers and to foster development of tourism in the 
region one and two star rated hotels as vital place should consider the issue of motivation to satisfy its employees 
and grasp success. As all we know managing human resource and motivating them equally is hard because of 
their heterogeneous entity. Even though it is too hard to motivate all employees equally there must be a strategic 
plan or policy for this matter. Since reward is one of the tools that can be used to enhance the level of 
employees’ motivation. 
The study was conducted to examine the reward system and its effect on employees of one and two star rated 
hotels.  The rewards that one and two star rated hotels provides for its employees payment, promotion, 
recognition, benefit, work content, and work condition. But the reward system of the one and two star rated 
hotels is poor and employees were not treated well by the hotels. This means, the one and two star rated hotels 
did provide adequate rewards which includes intrinsic and extrinsic for their employees that motivates them for 
higher performance. The perception of the hotel employees towards the reward system of the one and two star 
rated hotels is negative. They believe that the reward system of the one and two star rated hotels is not properly 
communicated, transparent and fairness. They also felt that the reward system is not externally competitive and 
appropriate for hotel employees.  
Hotel employees were not well satisfied by payment, promotion, recognition, benefit, but they were satisfied 
with work condition and work content provided by the hotels. Therefore, majority of employees were not 
satisfied with the existing reward system of hotels. There is a positive relationship between rewards and hotel 
employees work motivation. This means the payment; promotion, recognition, benefit, work content, and work 
condition rewards have a positive and significant relationship with the work motivation in one and two star rated 
hotels. 
Promotion, recognition, benefit, work content, and work condition rewards have positive significant effect on 
hotel employees work motivation but only payment has an insignificance effect on employees work motivation 
in one and two star rated hotels. 
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